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 Organizations, businesses and companies in the 21st 
century are forming a global alliance and partnership 
to exploit product and service markets in an effort to 
take advantage  opportunities through innovation and 
proactive behavior. 
 Management theories and paradigms have existed over the years just 
as leadership theories have. 
 Previous management philosophers created theories and 
organizational paradigms that were based on the conditions of their 
present societies. 
 For example, Taylor’s scientific model was one that blended 
traditional quality of management with scientific management with 
the use of technology. 
 The scientific management era included technology that was 
available at the time and incorporated it into organizational 
strategies.
 This new paradigm allowed people to work more efficiently using 
those available technologies of the present time. 
 Prabhat (2002) posited that organizations cannot 
remain static in the same environment especially in 
the fast paced global economy of the 21st century. 
 Organizations have to remain flexible to move with 
change so that their cultures conform to the rapid 
business models of business changes. 
 The human resource or rational frame centers on how 
characteristics of organizations and people shape what 
they do for one another. 
 The rational system lays out the basic human resource 
assumptions, such as focusing on the fit between 
human needs and organizational rationality.
 The Structural system is coherent set of ideas that 
enable you to see and understand more clearly what 
goes on day to day. If someone asked you to describe 
your organization—your workplace, your school, or 
even your family—what image would come to mind? 
 In the symbolic system, it is likely that many people 
had emotional, even visceral, reactions to many of 
these items. 
 Each refers to a specific person, group, place, or event, 
but each has also acquired symbolic resonance for 
example, having a high sense of attachment to an 
organization’s culture. 
 The political system views an organization as politics 
and constitutes a threat to individual and 
organizational effectiveness. 
 Viewed from the political frame, politics is simply the 
realistic process of making decisions and allocating 
resources in a context of scarcity and divergent 
interests.
 The open system is now being included in 
organizational design and management by many 
leaders due to its informal approach and the impact of 
globalization on the business and organizational 
environment which many companies are moving or 
linking with businesses and organizations overseas 
(Scott, 2003).
 Many organizations are unable to thrive in the 
environment or paradigm in which they currently exist 
because an organization’s paradigm shift can assist in 
the growth and successful implementation of 
management design as well as goals. 
 Leadership and performance issues such as 
organizational structure, management design and 
culture can adversely affect an organization’s ability to 
thrive in a paradigm that does not match the current 
organizational goal or model. 
 What role does leadership play in 
executing a new system design? 
 Previous management philosophers were able to thrive in their 
organization paradigms based on the environment in which they were 
based. 
 Improved strategy, structure, culture, technology, knowledge creation and 
retaining talent in an organization is very important if organizations are to 
move forward from their existing paradigms in order to compete and add 
value in the global environment. 
 There are several factors that can influence the success of organizational 
change which includes content, contextual and process issues in an 
organization’s overall management design. 
 Changes such as with  technology, stakeholder, personnel or management 
issues, current or recent organizational changes (Amenakis & Bedeian, 
1999), actions that are undertaken during the implementation of a 
proposed or intended organizational change can have both a positive and 
negative change on the overall structure of an organization. 
 Bolman and Deal (2003) posited, “structural form both enhances and 
constrains what an organization can accomplish” (p. 46). 
Organizational structures range from hierarchical, rational, closed to 
adaptable, and open systems. 
 In remaining flexible, organizations can adopt an open system of 
organizational culture where rigid formats like in the rational and 
natural systems are not present (Scott, 2003). Loosening top 
management control on employees or stakeholders gives the flexibility 
for employees to remain creative and innovative. 
 Structure and strategy are interconnected, strategy influences structure 
and structure influences strategy therefore, organizations can continue 
to ease the creative tension in their organizations by improving their 
current structures and strategies.
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